I. Introduction
India has been a major seat of learning for thousands of years. The present format of Higher education in India was started in 1857 with the inception of universities in the three residency towns. At present, India possesses a highly developed higher education system which offers facility of education and training in almost all aspects of human"s creative and intellectual endeavors such as arts and humanities, natural, mathematical and social sciences, engineering, medicine, dentistry, agriculture, education, law, commerce and management, music and performing arts, national and foreign languages, culture, communications etc. Higher Education sector has witnessed a tremendous increase in its institutional capacity in the years since Independence. The number of Universities/University-level institutions has increased manifold from 27 in 1950 to 700 in 2013.
The quantum growth in the Higher Education sector is spear-headed by the Universities, which are the highest seat of learning. At present, the main constituents of University/University-level Institutions areCentral Universities, State Universities, Deemed-to-be Universities and University-level institutions. These are described as: Central University: A university established or incorporated by a Central Act. State University: A university established or incorporated by a Provincial Act or by a State Act. Private University: A university established through a State/Central Act by a sponsoring body viz. A Society registered under the Societies Registration Act 1860, or any other corresponding law for the time being in force in a State or a Public Trust or a Company registered under Section 25 of the Companies Act, 1956. Deemed-to-be University: An Institution Deemed to be University, commonly known as Deemed University, refers to a high-performing institution, which has been so declared by Central Government under Section 3 of the University Grants Commission (UGC) Act, 1956 . Institution of National Importance: An Institution established by Act of Parliament and declared as Institution of National Importance. Institution under State Legislature Act: An Institution established or incorporated by a State Legislature Act.
The Universities comprise mainly of students, teaching and non-teaching staff. Teachers play a pivotal role in the teaching and learning process. They make a great difference on students" achievement, especially, nowadays, when the importance of education for knowledge and information societies has been acknowledged worldwide. The non-teaching staff form an integral part of the university system. They are valuable partners in working with teaching staff and the university authorities. It is imperative that the nonteaching staff is satisfied with their jobs and that they derive work motivation there-from. Hence, this study attempts to study the same.
II. Definitions
"Work motivation is a set of energetic forces that originate both within as well as beyond an individual"s being, to initiate work-related behavior and to determine its behavior, and to determine its form, direction, intensity, and duration." Pinder (1998) "Job satisfaction has been defined as a pleasurable emotional state resulting from the appraisal of one"s job; an affective reaction to one"s job; and an attitude towards one"s job". Weiss (2002) has argued that job satisfaction is an attitude but points out that researchers should clearly distinguish the objects of cognitive evaluation which are affect (emotion), beliefs and behaviours. This definition suggests that we form attitudes towards our jobs by taking into account our feelings, our beliefs, and our behaviors.
III.
Review of Literature Pinder (1998) described work motivation as the set of internal and external forces that initiate workrelated behavior, and determine its form, direction, intensity and duration. Pinder (1998) contended that an essential feature of this definition is that work motivation is an invisible, internal and hypothetical construct, and that researchers, therefore, have to rely on established theories to guide them in the measurement of observable manifestations of work motivation. Du Toit (1990) added that three groups of variables influence work motivation, namely individual characteristics, such as people"s own interests, values and needs, work characteristics, such as task variety and responsibility, and organizational characteristics, such as its policies, procedures and customs. Van Niekerk (1987) saw work motivation as the creation of work circumstances that influence workers to perform a certain activity or task of their own free will, in order to reach the goals of the organization, and simultaneously satisfy their own needs. Farace, Monge and Russell (1977) define communication as the exchange of symbols that are commonly shared by the individuals involved, and which evoke quite similar symbol-referent relationships in each individual. Organizational communication goes a bit further. Organizational communication is "both similar to and distinct from other types of communication" (Shockley-Zalabak, 1999, p. 28). It is more than the daily interactions of individuals within organizations, it is the process through which organizations create and shape events (Shockley-Zalabak, 1999). According to Huse and Bowditch (1973) , an organization is effective and efficient when it has the ability to be integrated and to consider three different perspectives simultaneously: structural design, flow and human factors.
IV. Need of the Study
Higher education is an "enterprise of human beings" (Liebmann, 1986) where technology and service delivery are primarily driven by human resources (Jensen, 2006) . Thus, an innovative organizational climate that maximizes the potential of its members may be a viable option for an enhanced work environment where employees feel empowered to experiment with new ideas (Siegel & Kaemmerer, 1978) and, ultimately, may become important to the long-term survival of colleges and universities in today"s increasingly competitive environment (Jensen, 2006; Scott & Bruce, 1994) .
Non-academic professional employees are key components in today"s higher education. They are responsible for the day-to-day operations of a university (Smerek & Peterson, 2007) . Non-academic professional employees in colleges and universities are staffs who are employed for the primary purpose of providing academic support, student services, and institutional support. These assignments require post-secondary credentials or a substantial record of comparable background (Knapp et al., 2009 ). Scholars have argued that non-academic professional employees are important to all academic departments and colleges and universities could not function without the assistance of these support staff members who oversee the day-to-day operations (Knight & Trowler, 2001 ). As such, in brief it can be described that:
In a University system the Teaching staff makes University excel in all its academic endeavours. The Non-Teaching staff renders their service to implement the plans needed for advancement of a University. The contribution of Non-Teaching staff is also very important in carrying out the activities of the University. The Work Motivation and Job Satisfaction form important aspects of efficient and effective management system. Hence, need is felt to undertake a research study on the work motivation and job satisfaction among the NonTeaching staff working in Central and State Universities located in Hyderabad (INDIA). Interpersonal Relations is considered as a factor to study the work motivation and job satisfaction among the non-teaching staff. For the purpose, two Central and two State universities (Central Universities: Maulana Azad National Urdu University and University of Hyderabad -State Universities: Osmania University and Dr. B.R. Ambedkar Open University) have been selected for study. Each university has carved a niche in the academic and research domains. The contributions of these universities have been widely acknowledged by the government and all sections of society.
Objective of the Study  To find the perception of Non-Teaching Employees regarding work motivation and job satisfaction with special reference to Interpersonal Relations.
Hypothesis
 Ho1: There is no significant difference among the Group "A B & C" Non-Teaching staff of the Universities in study with respect to the level of work motivation and job satisfaction.
V. Scope & Limitation of the Study
The study is meant to find the factors of work motivation and job satisfaction in the non-teaching staff of the Universities in study (Maulana Azad National Urdu University, University of Hyderabad, Osmania University and Dr. B.R. Ambedkar Open University). The present study confine to Work Motivation and Job Satisfaction with special reference to Interpersonal Relations. The authenticity and accuracy of the data depend upon the responses given by the respondents. The inferences cannot be generalised.
VI.
Research Methodology
Sources of Data:
The study is based on both primary and secondary data. Sample Size: A sample size equivalent to 25% of the total staff strength of Universities in study is selected for study which comes to 260. However, it has been rounded off to 270 for convenience of analysis.
Data Analysis Method
The responses obtained from the respondents through questionnaire has been analysed by using statistical techniques viz., Descriptive Statistics like mean, standard deviation and z-test. SPSS software has been used for analysis.
VII. Demographic Profile
The data is collected from the Non-Teaching staff of two Central and two State Universities in study. The table drawn hereunder reveals the demographic profiles (viz., gender, age and length of service) of the respondents. 
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From the above table it is revealed that majority of the respondents are male and are in the age group of 31-40 years and 51-60 years. Majority of the respondents have put in 6-15 and 16-25 years of service. From the table above, it is revealed that 100% respondents have agreed that they help their colleagues if they have problems with their duties and also that working relationships in their section / department is good. Further, 90% of the respondents agreed that they enjoy talking to others about what is great about their universities. Similarly, 90% of the respondents have agreed that they are consulted and their opinions seem to count and also they get encouragement for creativity and innovation. Further, 100% respondents agree that they enjoy talking to others about what is great about their universities and also they help their colleagues if they have problems with their duties. Further, 93% of the respondents have agreed that they get encouragement for creativity and innovation. Descriptive statistics of the respondents of Central Universities revealed that there is deviation in the responses of the statements relating to Interpersonal Relations. High deviation is seen in the responses pertaining to the statements -I get encouragement for creativity and innovation (SD = . From the table above it is revealed that 100% respondents of the Central Universities agree that they help their colleagues if they have problems with their duties. Further, 95% of the respondents have agreed that the relationship with their bosses enable them to be open when discussing work problems and concerns. Similarly, 95% have responded that the working relationship in their sections / departments is good. Further, 100% respondents of the State Universities agree that they enjoy talking to others about what is great about their universities and also they help their colleagues if they have problems with their duties. Further, 100% have responded that the relationship with their bosses enable them to be open when discussing work problems and concerns and working relationships in their section / department is good. Further, 96% of the respondents have agreed that they are consulted and their opinions seem to count. Descriptive Descriptive statistics of the respondents of Central Universities revealed that there is deviation in the responses of the statements relating to Interpersonal Relations. High deviation is seen in the responses pertaining to the statements -I get encouragement for creativity and innovation (SD = . 
Group Statistics and Hypotheses Testing:
To examine the significance of the perception of Group "A, B & C" Non-Teaching staff of two Central and State Universities z-test was conducted with the following hypotheses and the results are depicted in There is no significant difference in the perception of Group "A, B & C" Non-Teaching staff of two Central and State Universities with regard to "Interpersonal Relations". The result of the Hypotheses Testing reveals that there is significant difference in the perception of Group "A, & C" Non-Teaching staff and that there is no significant difference in the Group "B" Non-Teaching Staff of the Central and State Universities with regard to "Interpersonal Relations"
VIII. Conclusion
From this study it is revealed that all the Group "A, B & C" Non-Teaching staff members have agreed that they help their colleagues if they have problems with their duties. Majority of the Group "A & B" staff members have agreed that they enjoy talking to others about what is great about their universities. Most of the Group "C" staff members have agreed that the relationship with their bosses enable them to be open when discussing work problems and concerns and also that working relationships in their section / department is good. The result of the Hypotheses Testing reveals that there is significant difference in the perception of Group "A, & C" Non-Teaching staff of the Central and State Universities with regard to "Interpersonal Relations. However, there is no significant difference in the perception of Group "B" non-teaching staff members. The overall response of the staff members have been very positive with regard to the kind of Interpersonal Relations they have in their respective universities. Maintenance of such Interpersonal Relations may be helpful for the staff in discharging their duties more efficiently and effectively.
